The purpose of this study was to develop a rating scale that can be used to evaluate behavior patterns of the organization people pattern of preservice teachers (PSTs). By reviewing the related literature on people patterns, a preliminary scale of 38 items with a five-points likert type was prepared. The number of items was reduced to 29 after obtaining expert opinions and was administered to 620 PSTs. As the results of the exploratory and confirmatory factor analysis, unlike two factors: structurist and free spirits behavior patterns, in the theory, we obtained the final scale of 15 items consisting of three factors: planners, solution-oriented and prescriptive behavior patterns. The related Cronbach Alpha value was found to be .830 for all the items. We identified that behavior patterns rating scale of the organization people pattern can be confidently applied to evaluate behavior patterns. Moreover, in this study, we obtained a contradiction between practice and theory. Thus, we provided a new idea related to behavior patterns of the organization people pattern.
should have desired personality characteristics if they want to be a role-models to their students (Yazıcı, 2006) . As stated by Yazıcı (2006) , if teachers are not good role-models and do not have these characteristics, they lead to loss of available student qualifications. Moreover, teachers' negative personality characteristics, also lead to students being completely distinct from lessons and school and fail in their academic life (Erden, 1998) . Therefore, it is necessary to carefully evaluate whether teaching profession is appropriate for the personalities of PSTs. If teaching profession is appropriate for PSTs, their qualifications for teaching profession will be better.
In 1910, the first study related to the teaching profession and personality characteristics was done by Ruediger and Strayer who examine characteristics of successful teachers (Yaakub, 1990) . Although, there are some agreed teacher personality characteristics (warm, accessible, humble, enthusiastic and caring etc.) that educators in the field designated, the main problem is whether all of the teachers and PSTs have these characteristics, or not. Hence, at this point "People Patterns" become important (Staddon, 2016; O'Connor & Seymour, 2011) . Woodsmall and Woodsmall (2003) state that all human beings are creatures of habit, and these habits lead to consistent patterns of behaviour. These patterns are called "People Patterns". People patterns can be utilized to enhance communication. Moreover, for effective communication, Woodsmall and Woodsmall (2003) state that we need to focus on our outcome, observe our patterns, vary our communication until we get the response that we want. In addition, we need to continually verify to make sure that we are succesful. People Patterns assert that modelling approach has to be done for choice of profession or employee. According to this approach, common characteristics of the most successful individuals working in the profession is determined, and so a typology is created. It is referred to this typology when choosing the employees or professional counselling (Woodsmall & Woodsmall, 2003) . Moreover, as stated by them, People Pattern Power framework help us see the flow of ones process for seeing sensing the information in world, than sorting it out by thinking and deciding what we will do with that information, than feeling our motivation for it and lastly organizining activities to get some results.
According to Woodsmall M. and Woodsmall W. (2003) , People Pattern Power consist of nine patterns: change, primary interest, information, evaluation, decision, motivation, motive, activity and organization. Each pattern has specific feature, and a test is used to determine the pattern.
"Change Pattern" tells us what is the dominant way the person perceives change in the world and also how they grow their knowledge and how they will cope with change. According to individual perceptions filter, this pattern are examined in four groups: Sameness, Qualified Sameness, Qualified Difference and Difference. This pattern's test states three coins lined up with two heads up and one tail down. Moreover, Change pattern's power question is "What is the relationship among these coins?".
Other pattern is "Primary Interest Pattern", and it has mojor impact on our relationships. According to interest, this pattern are examined in five groups: People (Who), Activity (How, When); Things (What), Place (Where) and Information (all and Why). This pattern's test states, "In some conversations we tend to be fully engaged, but ohter we seem to be looking for fast escape. Why do we try to escape?" In addition, its test's power question is "How was your day yesterday? If you would like to know abaout my day what would interest you the most?" For "Information Pattern", quantity is defined by how much we need to know in order to build our knowledge. Depending on the answer to the question, individuals in this pattern are examined in two groups: Tangible and Intangible. Moreover, according to Information Pattern Test, how much (quantity) and what (quality+context) we need to get in order to build our knowledge, and its power question is "How much do you want to know? Do you need specific details of big picture? Do you need proof?" "Evaluation Pattern", one of the nine patterns, states that some people base their decisions on internal criteria while others base their decisions on external criteria. Hence, depending on the source influenced when deciding, this pattern consists of two groups: Internal criteria and External criteria. Other pattern is "Activity Pattern", and in this pattern, people usually need two distinct things to do something. These are either options or procedures.
The last pattern is "Organization Pattern", and in this study, we will research about this pattern. According to this pattern, people differ in the way they organize their time and space. For this pattern, power questions is "Are they always on time or early or habitually late?". According to Woodsmall W. and Woodsmall M. (2003) , individuals in the organization people pattern, which is one of nine patterns, are examined in two groups: "Structurist" and "Free spirits" behavior patterns. Structurists are people who lead very organized lives. They enjoy tidiness, being programmed and certainty in their lives. The individuals with structurist behavior patterns like to plan things in advance because they need some type of structure to guide them in their lives. They have a sense of past, present and future. Structurists also like to organize their space and they tend to be neat and orderly. They tend to plan their works in particular orders and apply the plan they choose on time. They support to comply laws and ethics rules. The individuals who are aware of the time, have decisive and punctual attitudes. On the contrary, the individuals with free spirits behavior patterns like sudden decisions, possibilities and improvisations. They prefer to live their lives spontaneously, as the wind blows, so to speak. They live as they want. They focus on the present moment. They detest structure and avoid planning ahead because it interferes with their unstructured nature. They don't mind piles and untidy spaces around them. Hence, we can say that they have negative attributes such as indecisive and disorganized. Then, Woodsmall W. and Woodsmall M. (2003) claim the Table 1 for structurist and free spirits. In this study, we prepared the preliminary scale of 38 items with a five-points likert type by reviewing the related literature on people patterns. In addition, we used the Woodsmall and Woodsmall's ideas about the structurist and free spirits. Statistical analysis have done for the individuals with behavior patterns of the organization people pattern, and free spirits items excluded because they decreased reliabilitiy. As a result of the factor analysis, it has been observed that their typologicals were gathered around "Planners", "Solution-oriented" and "Prescriptive" behaviors. Therefore, our result contradicts with Woodsmall W. and Woodsmall M.'s (2003) theoretical analysis. Woodsmall W. and Woodsmall M.'s idea related to behavior patterns of the organization people pattern is a theoric analysis. We observed that the results from their theoretical analysis and our scientific data contradict. Thus, we claim that the individuals with behavior patterns of the organization people pattern have "Planners", "Solution-oriented" and "Prescriptive" typologicals.
Today, the choice of the teaching profession is a significant problem to be focused. Personality characteristics of PSTs become an important factor in their decision for choosing this profession. In this study, we suggest that it is important to develope a new likert-type rating scale in order to evaluate PSTs in terms of the "Organization People Pattern". The individuals in the organization people pattern have been examined by Woodsmall W. and Woodsmall M. (2003) in two groups: structurist and free spirits behavior patterns. However, we observed that with the use of new scale three such gruops: planners, solution-oriented and prescriptive, emerge. Thus, we provide a new idea related to behavior patterns of the organization people pattern.
Method

Design
This study was designed to be a quantitative research and descriptive data are used to identify PSTs' behavior patterns. According to Büyüköztürk et al. (2009) , descriptive method is the most common research in the education. We developed in which the original language was Turkish has been developed to evaluate the behavior patterns of the organization people pattern of the PSTs in the description process. Moreover, the scale was translated to English by experts in order to be understood by the other researchers (see Appendix for original scale).
Data Collection and Analysis
By reviewing the related literature, a preliminary scale of 38 items with a five-points likert type was prepared by the authors. After receiving, expert opinions, the number of items was reduced to 29. Each item included "never agree", "agree", "undecided", "agree", "completely agree" as options. The study included 620 PSTs in a Faculty of Education at a University in the central Turkey. The data were analyzed using SPSS 23 (Statistical Package for the Social Sciences 23) programme, and after the crosstab, the data of 612 PSTs have been taken into account. Item-total correlation and exploratory factor analysis were conducted to assess the construct validity of the scale. Tavşancıl (2014) advised that item-total correlation has to be .30 or higher for the items in the scale. Furthermore, Greca et al. (1998) excluded items with load of the factor less than .30; Hwang and Henry (1990) , Tsai and Chai (2005) excluded items with load of the factor less than .40; Huang (2005) excluded items with load of the factor less than .50 in their study. Büyüköztürk (2007) expressed that factor load value has to be .45 or higher. Moreover, the difference between the load of factor in all factor for each item in the scale has to be at least .10 (Bütüner & Gür, 2007; Yavuz, 2005) . In this study, we excluded items with load of the factor less than .45, and excluded items with item-total correlation less than .30. In addition, we excluded items whose difference between the load value in the other factors less than .10. The reliability of the scale was examined with the internal consistency method, and the Cronbach Alpha internal coefficient was computed. As a result of the analysis, the final scale, consisting of 15 items with five-points likert type was obtained. Confirmatory factor analysis was conducted using LISREL 9.2 (Linear Structural Relations 9.2) package programme.
Findings
A preliminary scale of 38 items with a five-point likert-type was prepared by the authors reviewing the related literature. By expert opinions, the number of itmes was reduced to 29 (see Table 2 ). 
No. 1:
The item numbers of preliminary scale with 38 items.
No. 2:
The item numbers of preliminary scale witth 29 items.
In the final analysis of 29 items, first, the item-total correlation was examined in order to decide the number of items in the scale. The items: 2, 3, 6, 7, 11, 13, 16, 20, 24, 25, 27, 29 were excluded because their item-total correlations were less than .30. In addition, items 21 and 23 items were excluded because they decrease the Cronbach Alpha reliability coefficient even though their item-total correlations were above .30.
Next, an exploratory factor analysis was carried out to test the construct validity of the scale. To do that, we examined whether the data were appropriate to conduct the exploratory factor analysis. Therefore, we checked whether the size of the sampling was adequate with the Kaiser-Meyer-Olkin (KMO) test. In this study, KMO coefficient was found to be .875 (see Table 3 ). Kaiser (1970) states that KMO coefficient is between 0 and 1. According to Kaiser, the closer to 1 the sampling is more appropriate to the factor analysis. As stated by the experts, if the alpha coefficient is between .80 and 1, the scale is very reliable (as cited in Tavşancıl, 2014) . Besides, in factor analysis, the distribution in the setting is expected to be normal, which is tested by Bartlett test. In this study, meaningfulness value of Bartlett test was found to be significant ( <.01). According to the results of KMO and Bartlett test, we observed that our data was appropriate for the factor analysis. Total variant rate of the scale was computed as 48.932% (see Table 4 ). As stated by Tavşancıl (2014) , the variant rate that is between 40% and 60% is sufficient for analysis in the social sciences. Varimax technique was also applied because it was expected that our scale has many factors (Kline, 1994; Rennie, 1997; Stapleton, 1997; Stevens, 1996) . After conducting the factor analysis with the Varimax technique for 15 items, the items were gathered under three factors. The factor load value of each item was found to be high in the only one factor. Moreover, the factor load values were between .565 and .782 for the first factor; .550 and .743 for the second factor; and 471 and .720 for the third factor (see Table 5 ). In this study, we called the first factor as "Planner" behavior pattern for items: 1, 4, 5, 15, 19, 22, 28. We called the second factor as "Solution-oriented" behavior pattern for items: 9, 10, 18, 26. The third and last factor "Prescriptive" behavior pattern for items: 8, 12, 14, 17 (see Table 6 ). Table 6 . The factor distribution of the items in the preliminary scale 14 I have specific rules and taboos. 8 I am punctual and I want everyone to be punctual.
12
I like the rules, I want to be punished for breaking the rules.
In Figure 1 , the line graph which is the related to the organization people pattern rating scale is given. From eigenvalues of this line graph, it is seen that the scale has three factors. Next, confirmatory factor analysis was conducted to evaluate the validity of the 3-factor scale that was obtained as the results of exploratory factor analysis of organization people pattern rating scale. The results of this from confirmatory factor analysis, are given in Figure 2 and Table 7 . Vol. 6, No. 1; 2017 As shown in Figure 2 , factors are interrelated, and they have shown by double-headed arrow. The items has loaded strongly onto the single factor. Moreover, related correlation values are less than 1. This result indicates that each item has a good representative. The correlation value is .56 between Planners and Solution-Oriented factors. The correlation value is .50 between Solution-Oriented and Prescriptive factors. In addition, the correlation value is .70 between Planners and Prescriptive factors. As shown in path diagram, there are one-way arrows between items and factors. This shows an one-way linear relationship. Moreover, the first factor has been most affected by Item 5 with .69 factor load. The second factor has been most affected by Item 9 with .54 factor load. The third and last fatcor has been most affected by Item 8 with .56. Bollen (1989) advises that value has to be between 0 and 5. Furthermore, if RMSEA (Root Mean Square Error of Approximation) value is less than .05, then there is a perfect data compatibility. If the RMSEA value is between .05 and .08, then there is an acceptable data compatibility. Moreover, it is prefered that SRMR (Standardized Root Mean Square Residual) value is less than .10. The models in which the SRMR value is above .10 are rejected because of the data compatibility issue (Browne & Cudeck, 1993) . In addition, it is advised that CFI (Comparative Fit Index) value should be .90 or higher (Hu & Bentler, 1999) . According to Brown (2006) and Kline (2005) , there is no need to report the other indexes (Brown, 2006; Kline, 2005) . Thus, in this study, our confirmatory factor analysis results confirmed exploratory factor analysis results. Moreover, the related Cronbach Alpha internal coefficient was found to be .830 for all the items in the scale (see Table 8 ). As a result of the analysis, the final scale, consisting of 15 items with five-points likert type and three factors was obtained (see Table 9 ). Thus, it has been identified that behavior patterns rating scale in Table 8 of the organization people pattern can be confidently applied. 
Results and Discussion
Woodsmall W. and Woodsmall M. (2003) argue that individuals in the organization people pattern have to be examined in two groups: "Structurist" and "Free spirits" behavior patterns. The individuals with structurist behavior patterns enjoy tidiness, being programmed and certainty in their lives. They tend to plan their works in particular orders and apply the plan they choose on time. Furthermore, the individuals with free spirits behavior patterns like sudden decisions, possibilities and improvisations. They prefer living as they want. We found that it is a contradictiory collect these two different typology under the same people patterns. In this regard, it is important to develop a new likert-type scale to evaluate to PSTs' behavior patterns in terms of the "Organization People Pattern".
A preliminary scale of 38 items with a five-points likert type was prepared by the authors reviewing the related iteratüre. After getting expert opinions, the number of items was reduced to 29. The preliminary scale of 29 items was given to 620 participants. The related Cronbach Alpha internal coefficient was found to be .830 for all the items in the scale, and it has been identified that behavior patterns rating scale of the organization people pattern can be confidently applied.
Statistical analysis have done for the individuals with behavior patterns of the organization people pattern, and as a result of the factor analysis, it has been observed that their typologicals were gathered around "Planner", "Solution-oriented" and "Prescriptive" behaviors. The items of free spirits behavior patterns were excluded in the study because they decreased reliabilitiy. Confirmatory factor analysis was conducted to evaluate the validity of the 3-factor scale that was obtained as the results of exploratory factor analysis of organization people pattern rating scale and the data were approved. Therefore, our result contradicts with Woodsmall W. and Woodsmall M. (2003) 's theoretical analysis. Woodsmall W. and Woodsmall M.'s idea related to behavior patterns of the organization people pattern is a theoric analysis. However, we observed that the results from their theoretical analysis and our scientific data contradict. Thus, we claim that the individuals with behavior patterns of the organization people pattern have "Planner", "Solution-oriented" and "Prescriptive" typologicals. The individuals in the organization people pattern have been examined by Woodsmall W. and Woodsmall M. (2003) in two groups: structurist and free spirits behavior patterns. However, we observed that with the use of new scale three such gruops: planner, solution-oriented and prescriptive, emerge. Thus, we provided a new idea related to behavior patterns of the organization people pattern. In our following study, we will examine whether teachers and preservice teachers have "Planner", "Solution-oriented" and "Prescriptive" behavior patterns of the organization people pattern or not. In addition, using the scale, we will evaluate teachers' and preservice teachers' behaviors according to the some demographics such as gender, educational status and income.
